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The purporse of this report is to develop the framework for a
s tructares o f '"agsessment" and to provide procedures for the analysis
of "issessment" models developed from this structure. The author
£<€eds that thi s endeawor i8 mecesssry because of the apparent confusion
that the topic of assesspeit appears to have on the minds of oany
imwolved in pe rsonmel resedreh activities, We shall proceed by exanining
the fumdamemta 1 aspects of ass@ssment procedures, developing assessment

mnodels , and developing comPuter programs for the analysis of these models,

B ackeproun d

The Tople of this report is assessment for personnel R&D projects.
TEe authoT assunes that the reader is in agreement with him that the
faamework of asSsessment of perSomnel R&D in a frightful mess and needs
cHariffcation, ¢, f, Ariderson®s (3973) Avatomy of Evaluation, which contains
a very laxge ldise of articles, comcepts, definitions and techniques relating
to one aspect Of assessmept, the Paze (1975). It is assumed that the
asthor and reader ave in agreement that the topic needs simplification
ard clarificition with regpect to the specification and definition of its
feond amental aspects , and that the practice of personnel assessment can be
improvesd By posStulatinmg in SimPle structural framework and by the develop=
mesnt arad vise of Forrmal aszessment models,

Thee author further agsumed that the reader has had a professional
ecBucation with some trainirg on measurement and statistical topics and Ls
mestiwvated toward improved persowmnel R&D and wishes to leamn of a new
attempt to characterize a simple and meaningful structure for the topic
urmdex d iscussion, ard, at the same time, to learn of some new assessment
ncedels and cheir associated computer programs which can be used on personnel
R&=D wior’k,

Types o f Ass essnent

A, _Aspects of gsserssmgn,t;

. By thee term "'peersonnel assessment' the author refers to the "measure=
memt'’ ox 'evaluatiors" of persomme]. The distinction between these pro-
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cesses will ultimately be realized by a technical description. We

are assuming also that the '"object" being assessed is usually a person,
since we are dealing primarily with persons in personnel research work.
Our procedures are, upon occasiom, also applicable for assessing other
types of objects or entities such as systems, organizations, operations,
programs, tasks, etc., but we will not emphasize these applicatioms.

Our purpose primarily being to assess personnel.

The substructures, assessment and evaluation, each has an enormous
literature, not to be reviewed here, The subtopic "measurement'' has
undergone a long and steady evolution, culminating in various latent
trait models and conjoint measurement procedures. The subtopic "eval-
uation" is more diffuse and less mathematically structured, and has a
literature in the education and psychology fields primarily related to
evaluations of-complex programs rather than personnel. These evaluations
frequently consisting of measurements or their functions, We shall not
pursue this course in-our development, rather we shall tend to make the
process of personnel evaluation have analysis procedures similar to
those of measurement.

B E;emen;s,afngsessmgnt

We have already identified the object or entity of agsessment as
one of the elements of this topic. Another element {s the assessment
instrument consisting of assessment items, each of which is associated
Vith a set of item response categories, The assessment instrumenmt in
measurement situatioms is a test or examination whereas the instrument
in evaluation situations is usually either a questionnaire, checklist or-
inventory, The response categories of the items of a test may be "multiple
choice." TFor our purposes we consider that each item has only two
operational responses categories, i.e,, correct or incorrect. Evaluation
instruments usually also have multiple category responses, which we assume
are also expressed as levels of quality, several rather than two.

T

We postulate the existence of another assessment entity to which we
append the label “assessor," whose function it is to assess the object of
assessment, who 18 or isn't another persom. In measurement the person is
using his own latent abilities or competencies to designate the response
categories of the items of the assessment instrument, Whereas for evalua-
tion situations, the assessor usually utilizes his sub jective judgment
about himself or amother entity to designate the appropriate response cate-
gories of the items of the assessment instrument.

As promised the previous two paragraphs provide our distinction
between the concepts of measurement and evaluation, We summarize the
various elements of assessment as follows in Exhibit 1, We realize, in
truth, that our distinction between "measurement’ and "evaluation" is not
as sharp as we would like to make it. More realistically we may comsider
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B Assessment Type
Assessment Entity Measurement Evaluation
Assessee testee person/entity
Assessor testee evaluator
Item response designator test, examinmation evaluator

Assessment instrument
Assestment items

Item response categories

problem solving,
recognition or re-
_ call items
measuring latent
abilities, or
items of interest
and attitude

dichotomous;

questionnalre,
checklist statements
or questions of sta-
tus, opinion, value,
gkills and achieve-
ment

&

polychotomous;

correct levels of quality,
or ’ desirability or
incorrect value
use of latent ‘
Essential Process abilities subjective judgment
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"Assessment' to be a bipolar concept with some assessment situations
more measurement-like than evaluation-like or vice versas, Fortunately
the distinction is not erltical and an appropriate assessment model for
some R&D assessment project can easily be located amomg those we shall
propose.

In addition to these factors, we consider some further elements of
importance, One of these is called the Assessment Sample, which consists
of those entities to be assessed once the assessment procedure has been
formalized after an analysis. This analysis is usually made on data
provided by an Estimation Sample Erom which the parameters of the assessment
model are estimated and the scoring procedure formalized., The purpose
of the analysis is to develop the scoring procedure to be used for
providing quantified magnitudes estimating abilities or competencies in
measurement situations or the 'values" of the assessees in evaluation
situations. Ocher purposes are to snalyze the assessment instrument items
and to examine the "fit" of the response data to Laz assessment model,

C. Assessment M@delugﬁeztrgm

In order to characterize the assessment system proposed herein, ve
wish to define a set of symbols and their definitioms which collectively
we designate as the Assessment Model Spectrum, The purpose of this spectrum
is to provide a simple structural characterization of an assessment
problem and provide for the use of this spectrum fox identifying the
appropriate assessment model amalysis. Our spectrum consists of the
following nine parameters each having one or more corresponding designators
as shown in Exhibit 2. .

The first parameter, Aspect, indicates that the assessor is considering
the assessment problem to be either a measurement problem or an evaluation
problem in the sense described previously. Our assessment procedure
assumes that the assessor is assessing basic charactaristics or traits
that are not directly observable and therefore these traits are referred to
as latent traits, or he is evaluating some value, It is the purpose of the

' process to estimate a person's standing on a value or trait, which can in

turn be used for other operational or research . purposes. In measurement
situations, these traits are referred to as abilities, whereas for
evaluation situations, they are referred to as values, in each case being
further characterized by the name of the ability or value being assessad,
This name being listed as the second assessment spectrum parameter.

The parameter "instrument" refers to the type of assessment instrument
utilized, most frequent types being tests, questionnaires, or checklists.
The number of items on the assessmeit instrument is listed in the fifth
parameter, Our procedures require the assessment ingtrument, no matter
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EXHIBIT 2

Assessment Model Spectrum Parameters and Subparameters

Nr. Parane ter Name Subparaneter
M = measurement (primarily)
1. L pec i . . L i
Aspect E = evaluation (primarily)
2 Trait L = latent trait name to be measured
o U ¥ = value evaluated
P = person N
3. Entity § = system
0 = object or uiher
T = test or examination
. Inst rument Q= questf?nﬁaire
Instrunent C = checkll st
0 = other
5. ftems | = number of assessment instrument items.
6. Responses M = number of response categories
7. Application Sample N = size of application sample
8. Estimation Sample E = size of estimation sample
. . A = latent ability or competency
9.  Assessment Process . st a0ttt pete
9 ssessmant Process ¢ . gypiectjve judgment
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what its form, to consist of a subset of statements, gquestions, or vhatever,
which may be labeled as items., Each item is associated with a set of

common response categories, the number of vhich we describe by the parameter
M., If M = 2, the response categories are described as binary or dichotomous,
where if M > 2, the response category type is called polychotomous. In
multiple cholce tests, M = 2, since the response 1s judged correct or
incorrect, in spite of the fact that the tustee has more than two alternatives
from which to cluose for each item, Our concern is for the number of
"operational” response categories to be used for analysis purposes and

not for the number of instrumental response categories. 1In our assesgsment
model system, the response categories for evaluation instruments represent
levels of quality possibly realized by the assessee relative to the items'
substantive content, For example, for the item "How would you rate this
instructor with respect to his gemeral teaching ability?", for which we

may have the response categories:

poor
fair
adequate
good, or
excellent

Finally, we are concerned with the existence and size of two sets
of data resulting from persons for whom response information may be
available. The first sample, called the Application sample is not
ordinarily used for analysis, It is this sample, the members of which
are to be assessed, once the assessment procedure is defined, In sone
cases, this application sample is not immediately available, since the
assessment procedure is being developed and to be applied some time in
the future. The other sample, called the Estimation sample, if it
exists, provides the response data to be utilized for it estimating the
parameters of the -assessment model. Part of our assessment system provides
models to be utilized for those occasions, usually thuftiﬂgiin evaluation
situations, for which an Estimation sample does or cannot exist because of
operational constraints. There are occasions, usually in measurement
gituations, when the Application and Estimation samples are identical.
This circumstance causes no difficulty for the models of our system.
For most measurement model analysis, we require an Estimation sample of
adequate size.

The parameter "entity" is either a person, system, object or some
entity which can be observed producing or made to produce information
which can be transformed into assessment instrument response categories.

D, Models of Assessment

' The modern scientific approach to measurement theory may be said to
have begun with the publication of Lord's (1952) '"A Theory of Test Scores"
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@)) X =T + E vuhere

X represents the observed test score, T represents the true score,
and E represents random error. Lord extensively published research work
on this and related true score wmodels during the score of years 1950-1970.

A related model, which for lack of a better name, we shall call the
"Minnesota' model,* is

(2) R=A+ 1+ e where

R represents the response made to one of the items of a test,
A represents the ability of the item respondent, I represents the item
effect, and e is the random error associated with the item response. In
our opinion, (2) representz the measurement model commonly assumed to
exist in the minds of many personnel research workers, although its amalysis
is not carried forth in the popular measurement textbooks, including
Gulliksen's (1950), in the fields of education and psychology. Practitioners
intending to utilize the concept of (2) usually proceed to construct a
measuring device whose item responses are then judged as correct or incorrect
and which are accumulated into total scores. These scores are not for the
purpose of estimating the ability of the testee as would be the objective if
the practitioner were interested in measurement, buk the scores are
frequently utilized for relating them to other information and as such
represent statistical, rather than measurement, objectives. As a consequence 8§
we attach the terms 'pseudo-measurement'' or quasi-measurement'” to this
practice,

»

Various classes of latent-trait models are described by Lord and
Novik (1968). Distinctions of these models are accemplished by denoting
the parameters involved in the model specification. These parameters may
be listed in Exhibit 3,

Some or all of these parameters are assembled into a mathematical
expression describing the probability of a given type of r(n,i) as a
function of the parameters used in the model, This model is then said to
be a latent trait measurement model, The so-called Birnbaum (1968)
three-item parameter model utilizes the three-item parametersé (i), d(i),
and g(i) as well as o (n) in developing an expression for the probability
of a correct response. The Birnbaum (1968) two-item parameter model
involves the two-item parameters ofé (i) and d(i), as well asa(n), for the
same purpose.

*The label "Minnesota" is appropriate since Professors Palmer 0.
Johnson, Cyril J. Hoyt, and others used this model, during 1940-1960,
as an analysis of variance model to instruct students and carry out,
and develop various psychometric analyses at the University of Minnesota. .
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EXHIBIT 3
Parameters of Assessment Models

a (n): a real number representing the ability or
latent trait of the nfth person.

§ (i): a real number representing the "difficulty”
of the ith item. .

d (1): & real number representing the 1t ften's
discrimination pover.

r

(n, 1): _the response made to the 1t ftem by the
2Fh persor.

g (i): & real number representing the effect of

guessing the correct answer to the ith item.
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Rasch (1960) also developed a variety of latent trait models one ,
of which, the Binary Measurement Model, BMM, develops the expression for QE
the probability of a correct response as a function of § (i) and o (1)
only, He was able to show that certain desired measuring praoperties |
called "objectivity” resulted from this specification. Briefly, objectivity,
means that wve can achieve both

(a) person-free item measurement, and
(b) item-free person measurement by this specification,

The Rasch model does not actually utilize § (i), but rather, another
parameter designated as € (i) which we may assume is conceptually and
inversely related to 6 (i) and referred to as "item easiness,"

In our assessment system, we shall utilize the BMM as the basis for
measurement and shall utilize generalizations of this model for poly~
chotomous responses as the basis for making quantitative evaluationsg.
We do this to maintain a degree of continuity of process, and for the
reason that the Rasch models represent the simplist latent trait model
and therefore can be analyzed mathematically and computationally with
minimal skill and effort.

We conclude this section by indicating the assumptions required by
the BMM. These are:

(1) Test items are scored dichotomously.

(2) The probability of a correct response is only a function of QI
the ability, a (n), of the respondent and the easiness, e (i), ’
of the item,

(3) Responses to the items ave stochastically independent given
a(n) and ¢ (i).

The Prime System

A. Introduction to PRIME

Any assessment is the result of measuring ov judging something.
That is, applying some assessment process OT procedure, some number or
code is recorded as a result. The purpose of making an assessment is
to use it for doing something. Hence the object of making assessments
is to provide a basis for action. '

1f the assessment is related to mental measurement, the "assessment
process'' is usually an intellectual function, such as problem solving
or the use of some memory process, In these kinds of situations, the
‘Magsessment process" is carried out by the person (entity) being measurad,

1f the assessment is related to evaluation, the ''assessment operation"
(a judgment) is often carried out by an evaluator with respect to the
entity being evaluated. o ‘
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In cither event, the numhey or code resulting from assessment is
a specification of a refponse category, i.e., a multiple choice selection
or designation of a value category of assessment instrument items.

As the acronym "PRIME" indicates, it is a system devoted to
Vinstrumentalities" for making weasurements and evaluations in pexrsonnel
research problems., Thest instrumentalities represent measurement /
evaluation models and thtixr associated computer programs designed to
operate on computers available Lo NPRDC personnel:

The PRIME programs ave enumerated as follows:

FRM: The Frequency Ratio Method (Binary Measurement Model)
TIM: The Inapection Model

PAM: The Polythotomous Assessment Model

PMM: The Polythotomous Measurement Model

HELP: The Handy, Eupirical Little Prioritizex

(MAXKO) : Auxiliary PRIME Rrogram
The objective of the PRIME system is to bring "order' into the topic
of assessment and to provide models, and their associsted computer programs,
to workers in the field of Personnel Research.

We next provide a brief owerview of each instrumentality and ulti-
mately indicate an application for it in Personnel Research Programs,

B, Briefs of PRIME Inghrumentalities.

. FRM: The Frequency Ratio Method. This program is related to the
Rasch Binary Measurement Model. (BMM) discussed by Moonan (1969, 1974)
and represents a new and siwmpler method for estimating the "easiness"
of measuring instrument items. The program is offered as a possible
substitute for a more e¢Xtensive IBM 360/65 program called '"Max" in the
NPRDC Computer Program Libravy, FRM operates on the NPRDC GA 1830 com-
puter system., Documenthtion 4nd an example using FRM for analyzing BMM
data is provided in Moenan and Covher (1975a).

FRM is useful in those massurement situations whare the BMM applies
and some cognitive domain churacteristics, such a5 inkelligence, ability,
aptitude or competency 18 reguired to be measured by items whose
responseg are judged operationally to be dichotomous (e.g., correct or
incorrect), BMM and FRM are applicable to most peraonnel measurement
problems where the item$ scoying paremeters are 0, L. ‘

PMM: The Polychokomous Measurement Model., #HituAtions occur in
Personnel Research, however, wien it is not convenient or desirable to
measure an entity propéthy by using dichotomously scoved items.  Such
occasions arise when measuring attitudes, interests, and motivations.
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11



For these purposes we can use a generalization of the Rasch BMM to G
the polychotomous item response case Rasch (1970). We refer to this

model as PMM., Anderson (1973) developed a conditional maximum likeli-

hood computer program for this model. The author has attempted to secure

this program Eor PRIME in the following ways:

{(a) waxrd punching a listing of the program as contained in
Andersen, et al. (1973);

{b) wequesting a program copy from ETS's Data Processing Division;
{¢) request a program copy from Allerup, P. aad Sorber, G, (1973).

Procedure (a), because of poor printing, produced a program deck
that would not compile on NPRDC computers. It turned out, that in spite
of Andersey et al., (1973), ETS did not have an operating program either.
They offered information about a similar proprietary University of Chicago
program, We have requested a FPMM copy from Denmark, and have confidence
in receiving it but have, as yet, not acquired it because of the delay due
to distance.* Nevertheless we include PMM in the PRIME System. The
chief advantage of Andersen's PMM program is that it obtains maximum
likelihood estimates of the PMM parameters including the scoring parameters
of the polychntomous responses to the zssessment instrument items.

PMM is useful for measuring interests and attitudes as well as for ¥
analyzing evaluative instrument data, q
PAM: The Polychotomous Aﬁgggspent Model, Because of early concern

over acquiring Andersen's PMM program, it was decided to develop an
approximation program, called PAM, to the PMM program. This model handled
polychotamous response data, but reaﬁed response categories independently,
Rather than e¢atimate the item scoring parameters, it defined them mathe-
matically., The item parameter estimation procedure used was that derived
for use with program FRM. Using the scoring parameters, entity scores

can be derived and estimates of entity attitude, interest or whatever can
be obtained.

Documentation for PAM is contained in Moonan and Covher (1975b) and pro-
vides an example using SVIB data collected from naval personnel.
1 Th& Inspectlan Hgdelg Dgcasianally in Persnnnel Researcb
there occurs A situation wherein it is either infeasible or impossible
to Eﬂlléct regponse information on the items of an assessment Iinstrument

*Received 31 July 1975,




from an Estimation sample, yet assessments must be made on én
Azsessment sample. If the assessmerets are evaluations and the items

' are polychotomous, the TIM model is appropriate. The i téem paranc ter
jnformation is obtained from item "importances" supplied by time
evaluator,

Entity "scores" are obtained from a weighted average of che frequen-
cies of item response categories (obtained during evaluation) and item
rasponse scoring parameters, A TIM model entity parameter , y, as sociated
with each possible score is proVided by the program. Such an est inate
provides knowledge of the amount of the quality , measured by the ssSessment
instrument, possessed by the evaluated entity, Please note thiat TIMis
the first PRIME instrumentality discussed which does not rejuire an
Estimation sample which provides response data from which Zdtem parameters
can be estimated, Documentation for TIM is contained in Mwoonan, et al .
(1975¢). ’

HELP: Handy Empirical, Little Prioritizer., 1Im those asSsesiment
situations frequently associated vith decision making, and others, one
is obliged to provide quantified measures of values or utilicw, Often
this process imvolves the consideration of several factors of impeorCance,
HELP calls these factors "Dimemsions of Value" and requires the umier to
provide a consistent ratio scale of the impoxtamce (to him) oX eamch
Dimension. Each entity of the Assessment sample is then julged as &o
quality on each Dimension. This information is then synth esi=zed by the
HELP model into a quantified measure of entity value. These waluaes
then being used with other decision making, statistics or Jpe Tations
Research models for the purposes at hand.

Such procedures, which quantify multiple-dimensional jud gnemts,
are rarely available and few are as simple as HELP, Consequemtly i& L
very important for Persomnel Research purposes. The HELP documenitation
is given in Moonan and Covher (1975d),

MAXKO. The purpose of this program is to provide naxcimusn 1&keli—
hood estimation of the "value' parameter in the TIM and PAY moded pTograms.,
MAXKO is the-polychotomous generalization of subroutine MA.XCO used dn
FEM for the dichotomous response case, The program prints a Yseorimg
table" associating a scor- “erived from a polychotomous assessnent dnstrua-
ment with the estimate of the value parameter of the assesinemt model.

The method of estimation is that of iteration on the model equation om
p. 2 of Moon and Covher (1975e).

We have now listed and briefly described six PRIME prrograns -

For clarification purposes the following charts Exhibit 4, and
Exhibit 5, characterize the relatiomship of 4 of the PRIME instrunentali-=
ties in Exhibit 4, and the assessment parameters of each model axe shawn
in Exhibit 5.
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EXHIBIT 4

Relations of Four PRIME Instrumentalities

Opeﬁaéiaﬁal

__JItem Respons

e Data

__ Response

_| Objective

Subj ectivé ]

Bimary

FRM (BMM)

™M

Paslycho tomous PMM

TIM

EXHIBIT 5

Specification of Assessment Parameters
for Five PRIME Instrumentalities

Parame tex

PAM

Aspect
Traie
Enticy
Instrument
Respouses

Eseimation
Sample

Application

Sample Yes

Lgv
Q,C

Yes

Yes

Yes

éjmbals .
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V. PRIME Applications and "Measurement Fads'

Because the pursuit of good measurement and evaluation is an active
one in the course of Personnel Research, we should expect that the
PRIME imstrumentalities shoyld enjoy wide utility.

In the measurement field there exists the tendency toward "'fads."
We have already seen 2 long period of the fad of "Norm~-referenced
measurement" wherein test items and tests are calibrated relatiwe toa
sample of persons from populations of interest. :

We are presently witnessing the beginning of the period of che £ad
of "“Criterion-Re ferenced measurement'' wherein item and test calibrationms
are not so important, rather standards of a priori achievement are
established and persons and groups of persons are compared to these
standards ., '

"Tndividual -Cent ered measurement" is a fad which is merely starting
and vhose flood we can expect in the not too distant future. Concern
here is for:

(a) The fit of item responses to the measurement model uaed.

(b) Items whose model parameters are invariant from population
to population,

(c) Person ability or competency parameters of the mnodel to
exhibit invariance with respect to the items of the collection
used to measure persons.,

In spite of numerous attempts by others to achieve properties (b)
and (c¢) above only the Rasch BMM model, used in the PRIME swystem, $ass
these properties and the FRM program estimates the model parameters
more simply and efficiently of the several methods available to do this,
Thus the BMM~FRM system becomes even more important and unique as
measurement procedures for Personnel Research work.

Exhibit 6 indicates which PRIME instrumentalities are 1ikely €o be
useful tools of research in each of nine research program areas 8t
NPRDC, Also specified are those variables which are required to be
measured or evaluated and those variables for which values or utilities
need to be asseassed,

let us examine one area in some detail, namely program 7, Measure
Job Performance. NeV attempts at measuring on-the=job performance have
never been very successful nor frequent. Indeed this is a difficudt
research area and useful tools and models are rare. We do know, hoi-
ever, that relevant data are sometimes at hand, For example, McDocell
(1972) has collected "task" data from large samples of persomnel im
several Navy ratings. These data provide "level of quality® respomses
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for edckn of severral hundred tatimg-related tasks and therefore could

be used wikh FAM or PMM to obtalnm a measure of on-the-job competency
fox e acka questionnaire respondent, It appears that the "difficulty" -
in this ares cam, at least in paxt, be resolved by an ef fective inter-
redat forashdp of the fields of Occupational Analysis and psychometricsa.,
fach field sems to have already developed the appropriate technology
to make the lsey contwibutior® to solve the problem, The critical poimt
be fing to use the categoricayl response data resulting from an occupa-

ti onal task Surwvey together With an assessment model which can accommo-
Jae such datt &nd subsequently derive a measure of pexson competency,
These conceptss haye uti lity beyond researsh at NPRDC since Task Inventory
daga coRlectfon and mnalyses aré being carried on elsewhere in the Navy
(c ~fo NOAR) and'by other setvices,

The assessoent of "Effectiveness™ of Persoms, Systems ir Objects
seens of general jmportance. To use PRIME for this problem it appears
that ve nust take the 'bul] by the horns' and indicate, for each appli-
cg ioen, the #ssues to be corisidexred important for assessing effective-
flems a5 well 88 the Telatiye importance of each issue. ' The final say
in these matters is of course the perogative of high level policy makers,
bu, at the research level, %e cam now provide a procedure and first
it kempt approvimmapioms to "effectivenesas' policy. PRIME instrumentali-
ties TIM amd HEEP seem to be apPropriately relevant models, amomg others, .
fox axssessding e Efectdivenesg. We conclude this section by surmarizing
spplicatioms in Exhibit 6. ‘

Sycmeery

fux problern i s called *Assesspent'’ and our purposes were to
dewelop a structure by which assessment models could be uniquely
tharacterized ard to develop assessment models and their associated computer
progrms wvhich conld be used for perxsonnel research purposes.

To these exds twio aspects 0f gssessment, namely measurement and
evalustfon vere identified, Their distinction lying mainly in the process
uged to respond to the itep2 of an agsessment instrument. There are,
howewer , often €lememts, or theix combinations, which can be used to
clamrify the dlsCigction,

The paraneters of the gssessment modéls were identified. These
jexe variomusly <ombimed and operationalized into either measurement or
evalumition noleds, The intentiom of this process being to make evaluation
noxe messuTerment-like by usding and developing evaluation models, for polychot- -
meouss respaonse fnformation, which axe patterned after Rasch latemt-trait
neasuirerent mod €lg, Also-developed were scme special models for use in
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Pét&ﬁtiall§-RElEV§nt PRIME Instrumentalities to NPRDC Program Areas

‘Progran Title

[mportant
Assessment
Taridbles

Important .

Values ot
Deitities

IR PN B

1. Aequisiticn and
Initial Service

2, Career and Occu-
national Design

3, Attitude and Moti-
vaticnal Research

69T

4,  DPersomnel Effec-
tiveness

5. Trzining Tech-
nology

6.  Test Training
Systems

7. Yeasure Job
Performance
0.  Human Performance

9.  People and Organ-

Performance
Job Performance
Occupational Success

Attitudes, Motivation
Operational Readiness

Personnel Effective-
ness
General Evaluations

Training éystams

Job Performance

Organizational Effec-

{zational Memagement tiveness, Motivation,

10,  Hanagement Systems

o 1l.  Huzan Information
Processing

Processes

Recruit Assignments #

Human EffégtiVEﬁess

Organizational Structure
Decision Making Methods
and Values

%




“ially Relevant PRIME Instrumentalities to NPRDC Program Areas

N Potentially Relevant
~ o Important PRIME Instrumentalities
Important ' mp oL ~am - for Program Assessments

Assessment Values ot z -
Vatiaplés' 7Utiiizies FRM PAM PMM TIM HELP

i Performance Recruit Assignments * * * * *
E

1= Job Performance .
1 Occupational Success _ .

iti-  Attitudes, Motivation
z¢h Operational Readiness

o
e
b
*

= Personnel Effectie-
ness :

Genaral Evaluations
Training Systems

Job Performance

ice Human Effectiveness #* * *® *

in~  Orgarizational Effec-
sement tiveness, Motivation,
Processes
tens ' . Organizational Structure *
fon Decision Making Methods LI *
and Values

ERIC

Aruitoxt provided by Eic:



decision making paradigms and for assessment situations for which an
Estimation sample does or does not exist.

Analysis of these models and their associated data is provided for
by a system of computer programs called PRIME, In all, five programs
were developed, illustrated and documented. Four are nov operating on
the GA 1830 computer system at NPRDC in San Diego, California.

Applications of these models and computer programs to personnel
research areas of the NPRDC research program was discussed,
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